AGREEMENT BETWEEN CHURCHILL COUNTY
AND THE
CHURCHILL COUNTY SHERIFF'S DEPUTIES ASSOCIATION, INC.
(SERGEANTS' UNIT)
FISCAL YEARS 2013-2015

This Agreement is entered into by and between Churchill County, Nevada, hereinafter
referred to as the "County", and the Churchill County Sheriff's Deputies Association, Inc. (Sergeants'
Unit), hereinafter referred to as the "Association" and is made with reference to the following facts:

RECITALS

A. The County is engaged in furnishing public services which are essential to the health,
safety and welfare of the population of the City of Fallon in the County of Churchill;

B. The County and the Association have a high degree of responsibility to the public in
so serving the public without interruption of an essential service;

C. The County and the Association recognize this mutual responsibility, and have
entered into this agreement as an instrument and means of maintaining the existing harmonious
relationship between the County and the Association, and with the intention and desire to foster and
promote sound, stable and peaceful labor relations between the County and the Association;

D. The County and the Association recognize that this agreement is not intended to
modify any of the discretionary authority vested in the County or the Churchill County Sheriff by the
statutes of the State of Nevada; and,

E. The parties have reached an understanding concerning certain matters and have
caused this understanding to be set out in this Collective Bargaining Agreement.

NOW, THEREFORE, the parties agree as follows:
ARTICLE 1
RECOGNITION AND PROBATIONARY PERIOD

A. Sergeants’ Bargaining Unit. In accordance with the provisions of Chapter 288 of the
Nevada Revised Statutes, the County recognizes the Association as the exclusive bargaining
representative of those employees in the Sergeants' Bargaining Unit.

The Sergeants' Bargaining Unit shall consist of all employees assigned to the following
classifications, excluding temporary, seasonal, and part-time employees and confidential,
supervisory, and administrative employees as defined in NRS 288.170.6, NRS 288.075, and NRS
288.025 which shall be excluded from the unit:
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1) Sergeant
2) Administrative Sergeant

All employees acting as a Sergeant must be Category 1 POST certified. All employees acting as
Administrative Sergeant must be at least Category 3 POST certified to be eligible for inclusion in the
Sergeants' Bargaining Unit. As used in this Agreement the term "employee” refers to employees in
the Sergeants' Bargaining Unit.

B. Probationary Period. The first twelve (12) months of employment of any employee
shall be regarded as a probationary period to be utilized for cbserving the employee's work, for
securing the most effective adjustment of the employee to his position and for removing any
employee whose performance does not meet the required work standards. During the probationary
period, employees may be dismissed without cause or right of appeal. Probationary employees shall
be a part of the bargaining unit during their period of employment and the provisions of this
agreement shall apply to probationary employees subject to the following conditions and limitations.

The discharge and disciplinary procedures set forth in Article 11 of this agreement shall not apply to
probationary employees. Upon expiration of a probationary period of any employee, the Sheriff shall
give the County Board a statement concerning the employee's performance during the probationary
period and his recommendations concerning continued employment of the employee. An employee
not recommended for continued employment at the end of his probationary period may be
immediately terminated without recourse to the discharge and disciplinary procedures or the
grievance procedures set forth in Articles 11 and 12 of this agreement,

Annual leave and sick leave shall accrue to the employee during the probationary period.
Sick leave may be used during the first six (6) month period and thereafter. Annual leave shall not
be used until after six (6) months of continuous employment. If employment is terminated during
any employee's probationary period, no unused sick leave, annual leave, or other benefits shall be
due them. Probationary employees shall not be entitled to leaves of absence or other leave except in
the case of an emergency with the approval of the Sheriff.

An employee who is promoted to a new position within the bargaining units covered by this
agreement shall be on probation for a period of twelve (12) months for evaluation, during which time
the Sheriff, at his sole discretion, may retain the employee in the new position or demote the
employee to the employee's former position if the Sheriff determines the employee does not meet the
required work standards. During the probationary period, an employee may be demoted without

cause or right to appeal.
ARTICLE 2

NO STRIKE CLAUSE
The Association agrees not to and will not promote, sponsor, or engage in, against County,

any strike, slow down, interruption of operation, stoppage, absence from work upon any pretext or
excuse not founded in fact, or any intentional interruption of the business of the Sheriff's Department
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or the County, regardless of the reason for so doing, and will use its best efforts to induce all
employees covered by this agreement to comply with this pledge.

ARTICLE 3
NONDISCRIMINATION

The parties will not interfere with or discriminate in respect to any term or condition of
employment against any employee covered by this agreement because of membership in or refusal to
join the Association.

ARTICLE 4
COMPENSATION

A. Salary Schedule. Commencing July 1, 2012 through June 30, 2013 the gross
compensation to employees covered by this agreement shall be in accordance with the salary
schedule attached hereto as Exhibit A and incorporated herein by this reference, representing a 3.0%
increase in the first and top steps of the range over the prior year. Commencing July 1, 2013 through
June 30, 2014 the gross compensation to employees covered by this agreement shall be in accordance
with the salary schedule attached hereto as Exhibit B and incorporated herein by this reference,
representing a 2.0% increase in the first and top steps of the range over the prior year. Commencing
July 1,2014 through June 30, 2015 the gross compensation to employees covered by this agreement
shall be in accordance with the salary schedule attached hereto as Exhibit C and incorporated herein
by this reference, representing a 2.0% increase in the first and top steps of the range over the prior
year. Employees will be placed on the same step in the new range as they occupied in the range for
the previous fiscal year.

1. Upon entering service, an employee shall receive compensation at the
minimum salary range of the job classification for which he was hired; provided, however, when
economic conditions, unusual employment conditions, or exceptional qualifications of a candidate
for employment indicate that a higher rate would be in the best interests of the County, the County
may authorize hiring at a rate above the minimum for the job classification for which the employee is
being hired.

2. When an employee is reclassified to a higher pay range he will be placed on
the lowest step at least a five percent (5%) increase over the salary last received. When an employee
is reclassified to a position on a lower pay range he shall be placed on the same step in the new pay
range he held prior to reclassification. In the event that the new range has fewer steps than the old
range, he cannot receive a salary greater than the top of the new pay range to which he is assigned.
Reclassifications between Sergeant and Administrative Sergeant shall not entitle employees to any
change in salary.

3. The salary schedules set forth in Exhibit A represent a compensation plan for
each classification governed by this agreement, which provides for a range of compensation for each
such classification and for annual merit step increases based upon a combination of years of service
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and satisfactory or better job performance. If, due to budgetary constraints, the County deems it
necessary to delay implementation of merit step increases for all employees of Churchill County,
merit step increases for Association employees will be delayed for the same time period as the rest of
Churchill County employees. It is understood that the County has delayed the merit step increase
three months, effective July 1, 2011.

Overtime Pay. An employee shall be entitled to overtime pay for overtime work at the rate of
one and one-half (1 1/2) times his straight time rate of pay. Straight time rate of pay shall include
shift differential, for those overtime hours worked during the shift differential time periods as
outlined in Article 4, Paragraph D of this Agreement. The overtime shift differential pay
percentage will be based on the actual time of day and shift the employee worked the overtime.

Such employee shall have secured prior approval for overtime work from his immediate supervisor.
If properly authorized, the following shall be considered overtime work.

1. Time actually worked by an employee in excess of eight (8) consecutive hours
at his straight time rate of pay in a calendar work day, unless otherwise agreed by County and
employee; or,

2. Time actually worked by an employee in excess of forty (40) hours at his
straight time rate of pay in a calendar week.

3. Paid time off due to holidays, vacation or other paid leaves is to be included as
“time actually worked” in computing the eight (8) hours per day or forty (40) hours per week
requirement. Paid sick leave that is requested and scheduled at least five (5) calendar days in
advance of the date it is taken shall be counted as time actually worked. Paid sick leave with less
than five (5) calendar days advance notice shall not be counted as time actually worked in computing
the eight (8) hours per day or forty (40) hours per week requirement.

The County shall compensate employees for overtime work by cash payment or
compensatory time off (at the rate of one and one-half (1 1/2) times their basic straight time rate of
pay). The scheduling of compensatory time off shall be subject to the approval of the Sheriff, or his
designee. Compensatory time off must be used within the same pay period that the overtime was
incurred. Compensatory time off shall be limited to no more than eight (8) hours per pay period.
Subject to the foregoing limits, employees shall have the option to be paid for overtime work incash
or in compensatory time off. If compensatory time off is not taken prior to the end of the pay period
in which the overtime occurs, the overtime shall be paid in cash.

C. Holiday Pay. A full-time qualified employee not working on a holiday (as defined in
Article 7 of this agreement) shall receive one day's regular straight time pay if he is on paid leave
status or works all of his last scheduled shift preceding the holiday and is on paid leave status or
works all of his first scheduled shift following the holiday.

L. An employee is "qualified" for holiday payment when the holiday is observed
on a day which is part of the employee's five day work week.

2. An employee who is scheduled to work on the holiday but fails to report for
work and is unexcused shall receive no payment for the holiday.
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3. Holiday pay shall not be given for holidays which occur during a leave of
absence; however, compensatory time off will be given on a one to one ratio for holidays which
occur on a regular day off, but will not be given for holidays which occur during a leave of absence.
Said compensatory time off shall be set at the discretion of the Sheriff, If an employee is unable to
take the compensatory time off within the pay period in which the holiday falis, then employees shall
be entitled to convert the compensatory time off into annual leave subject to the terms and conditions
of Section 8 of this Agreement.

4. In no case shall holiday payment and any other premium or overtime payment
be made for the same time period worked.

5. If an employee works on an authorized holiday, the employee shall be paid
one and one-half times his basic straight time rate of pay for time worked on authorized holidays,
in addition to his straight time holiday pay.

D. Shift Differentials. Employees who work a shift other than the day shift as defined in
Article 5 below shall receive the following shift differentials:

1. Employees who work sw{ng shift as defined in Article 5 below shall receive a
shift differential equal to five percent (5%) of base pay for such applicable shift.

2. Employees who work relief shift as defined in Article 5 below shall receive a
shift differential equal to seven percent (7%) of base pay for such applicable shift.

3. Employees who work graveyard shift as defined in Article 5 below shall
receive a shift differential equal to nine percent (9%) of base pay for such applicable shift.

E. Standby Time. Standby time is defined as any time other than when the employee is
actually working, which has been specifically scheduled and directed by the Sheriff or his designee,
during which the employee is restricted in order to be immediately available for call to duty.
Standby does not include any time where an employee carries a pager to respond to calls when
available. Employees on scheduled standby shall be compensated at the rate of Two Dollars ($2.00)
per hour.

F. Training Expenses. The Sheriff, in his discretion, may authorize employees to attend
additional training programs relevant to their work. The County agrees to pay up to Five Hundred
Dollars ($500.00), per employee, per fiscal year, to be utilized for expenses occastoned by additional
training approved by the Sheriff. Unused training money for an employee shall be carried over into
the next fiscal year, to a maximum of One Thousand Dollars ($1,000.00). An employee shall not be
allowed to accrue more than One Thousand Dollars ($1,000) in his/her training “account”. Upon an
employee’s request, said employee shall be notified of the amount of money available in his/her
training account. An employee terminating his employment within one hundred eighty (180)
calendar days after attending a training program for which any reimbursement was received shall
have the total amount of such reimbursement deducted from his final pay check.
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G. Incentive Pay

1. Acting Pay. An employee assigned in an acting capacity to work in a higher
job classification than the employee's permanent classification for a period of more than thirty (30)
consecutive days shall be paid for the higher classification hours actually worked in the higher job

classification.
2. Educational Incentive.

a Basic Level. Employees who possess aNevada P.O.S.T. Intermediate
Certificate or a Certificate equal to 30 credits from an accredited institution shall be compensated
with an annual bonus payable on December 1 of each year in the amount of One Hundred Fifty
Dollars ($150.00).

b. Intermediate Level. Employees who possess a Nevada P.O.S.T.
Advanced Certificate or an Associate's degree from an accredited institution shall be compensated
with an annual bonus payable on December 1 of each year in the amount of Two Hundred Fifty
Dollars ($250.00).

c. Advanced Level. Employees who possess a Nevada P.O.S.T.
Management Certificate or a Bachelor's degree from an accredited institution shall be compensated
with an annual bonus payable on December 1 of each year in the amount of Three Hundred Fifty
Dollars ($350.00).

4. Instructor Incentive. Employees who are qualified instructors who actively
teach the classes during the year shall be compensated with an annual bonus payable on December 1
of each year in which they are so qualified in the amount of One Hundred Dollars ($100.00). The
qualified instructor positions are as follows: Range Master/Less Lethal, FACTS (First Aid, CPR, BB
Pathogens, AED), D.A.R.E., Defensive Tactics/Impact Weapons, Radar, E.V.0.C. (Emergency
Vehicle Operations Course) Search and Rescue Liaison Officer, and Reserves Liaison Officer. The
instructor incentive is limited to one One Hundred Dollar ($100.00) payment per employee,
regardless of the number of classes or positions taught by that employee. The Sheriff makes the final
determination on individual instructor incentive payments, which shall not be subject to appeal or
grievable.

5. Bilingual Incentive — Employees who are bilingual in Spanish and English and
whose skills are actively utilized by the Department shall be compensated with an annual bonus
payable on December 1 of each year in which they are qualified in the amount of One Hundred Fifty
Dollars ($150.00). Employees must pass a translation test conducted by a certified court interpreter
(or other evaluation method approved by the county) in order to qualify for the Bilingual Incentive.

6. Cardiac Wellness Incentive.

a. Low Risk Factor. Employees who are classified as a Low Risk Factor
(one (1) red light or less under the Specialty Health Big 5 System) in their most recent annual heart-
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lung physical or a LDL P count of 1000 or less shall be compensated with an annual bonus payable
on March 1* of each year in the amount of Two Hundred Fifty Dollars ($250.00).

b. Moderate Risk Factor. Employees who are classified as a Moderate
Risk Factor (two (2) red lights under the Specialty Health Big 5 System) in their most recent annual
heart-lung physical or an LDL P count of 1300 or less shall be compensated with an annual bonus
payable on March 1* of each year in the amount of One Hundred Dollars ($100.00).

c. Big 5 Factor Improvement Incentive. In addition to the annual bonus
payment above in a. and b., employees will be compensated with a forty dollar ($40.00) bonus for
each red light factor that moves to a yellow light and a twenty five dollar ($25.00) bonus for each
yellow factor that moves to a green light during the year based on the most recent annual heart-lung
physical. If an employee’s Big 5 factors worsen, the following will ensue: for each yellow factor that
goes to red, a reduction of forty dollars ($40.00), for each green factor that goes to yellow, a
reduction of twenty five dollars ($25.00. If the net effect of the Big 5 Factors is negative, it would
reduce the amount of the cardiac wellness incentive in a. and b. above. If the net effect of the Big 5
Factors is positive, it would increase the amount of the cardiac wellness incentive in a. and b. above.

In no situation would the cardiac wellness incentive be less than zero. The County Comptroller’s
Office will be provided with incentive information from Specialty Health as an overall score: Low
Risk, Moderate Risk and High Risk, as well as the number of green, yellow and red lights per
employee to be used to make the payment. Actual medical results will not be provided for the
incentive payments.

d. Employees are not required to participate in the Cardiac Wellness
Program in order to obtain the incentive payments.

H. Body Armor. The County will advance up to One Thousand Dollars ($1,000.00) once
every five years to reimburse employees for the cost of purchasing body armor that they intend to ear
while on duty. The amount advanced by County will be deducted in equal installment, without
interest, from the employee’s paycheck over the 18 months following the advance of funds by the
County. Ifthe employee is terminated from employment for any reason before the full amount of the
advance is repaid, then the unpaid balance shall be deducted from the employee’s last pay check.
The County may establish policies to effectuate this reimbursement plan.

L Firearms. The County will advance up to One Thousand, Five Hundred Dollars
($1,500.00) once every three years to reimburse employees for the cost of purchasing any weapon
and/or related accessory that is approved for use by the Sheriff’s Office. The amount advanced by
the County will be deducted in equal installments, without interest, from the employee’s paychecks
over the 18 months following the advance of funds by the County. The amount advanced will be
similar to the Body Armor program, where the County advances the whole amount first and
then the deductions will take place. The employee must present receipts to the Comptroller’s
Office within thirty (30) calendar days after the advance as proof of the purchase of the
weapon and/or accessory. Failure to present the receipt within thirty (30) calendar days will
result in the County deducting the loan amount from the employee’s next scheduled paycheck.

If the employee is terminated from employment for any reason before the full amount of the advance
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is repaid, then the unpaid balance shall be deducted from the employee’s last pay check. The County
may establish policies to effectuate this reimbursement plan. Employees will only be eligible for one
advance (i.e. Body Armor, Firearms, Computer, etc.) at a time.

ARTICLE 5
HOURS OF WORK

The following provisions are intended to define the normal work week and hours of work and shall
not be construed as a guarantee of the number of hours worked per day or the number of hours
worked per week, or the number of days worked per week. The Sheriff or designee shall determine
the hours of work and the work schedules of the employees. The Sheriff or designee may designate
alternate work weeks or other work schedules when the County operations make such designations

desirable.

A. A shift shall consist of eight (8) hours unless otherwise agreed upon by County and
employee.

B. The normal work week shall consist of forty (40) hours within a calendar week.

C A day shift is a shift starting at or after 6 a.m. and prior to 2 p.m.

D. A swing shift is a shift starting at or after 2 p.m. and prior to 6 p.m.

E A relief shift is a shift starting at or after 6 p.m. and prior to 10 p.m.

F. A graveyard shift is a shift starting at or after 10 p.m. and prior to 6 a.m.

G. Employees shall be granted a reasonable meal period during their assigned shift, at the
discretion of the shift supervisor; provided, however, that the employee will remain accessible by
radio or telephone to take calls as required.

H. Furloughs. If, due to budgetary constraints, the County deems it necessary to
implement unpaid furloughs for all employees of Churchill County, said furloughs will apply to all
Association employees and will be implemented in accordance with furlough policies that are
established by the Board of County Commissioners. Should furlough days be necessary, the parties
will meet and confer to discuss the issue.

ARTICLE 6

UNIFORMS
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A. Each employee shall be paid One Thousand Five Hundred Dollars ($1,500.00),
annually, for the acquisition of uniforms and equipment, and the maintenance of uniforms. The sum
shall be paid in monthly installments of One Hundred Twenty-Five Dollars and Zero Cents ($125.00)

per month on the last pay period of the month. This amount will be prorated for employees who
only work part of a month.

B. All employees are expected to report for work in a clean and neat uniform. Failure to
be so attired shall result in the individual being directed to return home to change uniform. The time
required for such change of uniform shall be excluded in the calculation of the individual shift time.

C. All uniforms, service weapon, flashlights, badges, and other equipment provided by
the County are deemed to be County property and shall be returned to the Sheriff's Department upon
termination of employment.

D. All tools/safety equipment purchased by the employee in order to perform his/her
duties will remain the property of said employee.

E. Should the County require a complete change of uniform, including different types of
both shirts and trousers, or either shirts or trousers, the County shall furnish one complete summer
and winter issue.

F. If an article of clothing is damaged in the line of duty, the employee shall immediately
notify his or her shift supervisor and request the replacement of such item, The Sheriff or
Undersheriff may refuse to replace the item if he determines that the damage occurred as a result of
the employee's own negligence.,

G. If an employee's watch or eye glasses are damaged in the line of duty, he or she shall
immediately notify the shift supervisor. Unless the Sheriff or Undersheriff determines that the
damage occurred as a result of the employee's own negligence, and upon presentation of a receipt
showing the replacement cost, reimbursement shall be as follows:

1. Watches. The amount of the reimbursement for damaged watches shall be
equal to the face amount of the receipt or Sixty Dollars {$60.00), whichever is less.

2, Glasses. The amount of the reimbursement for nonprescription glasses shall
be equal to the face amount of the receipt or One Hundred Dollars ($100.00), whichever is less. The
amount of the reimbursement for prescription glasses shall be equal to the face amount of the receipt
or Two Hundred Fifty Dollars ($250.00), whichever is less.

H. Donning and Doffing of Uniforms. The Association and the County agree that the
donning and doffing of uniforms is not required to be done at work and is considered to be de
minimis time, thus there is no compensation for said donning and doffing.
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ARTICLE 7
HOLIDAYS DEFINED

A, As used in this agreement the term "holidays" shall include all legal holidays defined
in the Nevada Revised Statutes and any day that may be appointed by the President of the United
States or the Governor of the State of Nevada for public feast, mourning, thanksgiving or holiday.

B. When a holiday falls within an employee's vacation period, when he would otherwise
normally have received a day off, that person shall receive another day off in its place.

C. If a holiday falls upon a Sunday, the Monday following shall be observed as a legal
holiday. If the holiday falls on a Saturday, the Friday proceeding shall be observed as the legal
holiday.

D. Employee's must either be on a paid leave status or work the entire working day
before and the entire working day after the holiday in order to receive payment for that holiday.

E. Holiday pay will be paid on the date of the actual holiday, not when the County
observes the holiday, except in the case where the County observes the holiday on the date of the
actual holiday. Pay for the actual holiday will be limited to New Year’s Day (January 1),
Independence Day (July 4), Veterans’ Day (November 11), and Christmas Day (December 25).

ARTICLE 8
ANNUAL LEAVE

A. Eligibility. All employees covered by this agreement are eligible for annual leave
credit as follows:

Days* Max. Days* Max. Days*
Years of (Hours) Accrued (Hours) Accrued (Hours)
Service Per Month Per year Carryover
Days Hours Days Hours Days Hours

1-5 1 8 12 96 30 240
6-10 11/2 12 18 144 30 240
11-15 13/4 14 21 168 30 240
16-24 2 16 24 192 30 240
25-up 21/4 18 27 216 30 240

B. Time When Annual Leave Shall be Taken; Limit on Accrual.
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1. The time when annual leave shall be taken shall be determined by the Sheriff
after considering the needs of the department, seniority and wishes of the employee. Annual leave
shall be scheduled on a first come first serve basis after considering the needs and efficient operation
of the department. If requests for annual leave are made on the same day, then after considering the
needs and efficient operation of the department, senior employees in terms of continuous service
shall be given annual leave schedule preference.

2. Annual leave may be taken as accrued or accumulated. Unused annual leave
not exceeding the above-maximum yearly carryover may be carried over into the following calendar
year. Unused annual leave not exceeding the above-maximum yearly carryover may be carried over
into the next calendar year. Anything in excess of the above-listed maximum yearly carryover on
December 31 of each calendar year shall be forfeited. Annual leave shall not be granted in excess of
the annual leave credits previously earned.

3. Appointed officers or employees who have at least six (6) months eligible
service who subsequently leave the employment of the County, in good standing, after proper notice,
are laid off or retire, shall be paid for all accumulated annual leave at the appropriate prorata amount
per month based upon the length of service or as provided in subsection A. above. Employees with
less than six (6) months eligible service shall not be paid for accrued leave.

4. Annual leave is granted for the purpose of employee recreation and no
employee shall be permitted to waive annual leave for the purpose of receiving double pay. When an
employee is not working because of illness or injury and has exhausted his sick leave, he may, at the
discretion of the Sheriff, be permitted to draw his annual leave in lieu of his sick leave.

5. Annual leave may be accrued, but may not be taken during the first six (6)
months of eligible service.

C. Vacation Pay Rule. = Where working conditions or requirements mandate against an
employee taking annual leave and where this situation would result in a forfeiture of leave time, the
Sheriff may waive in writing the forfeiture. In such case any held over annual leave in excess of that
which is in accordance with subsection B. above shall be used in the following calendar year.

D, Annual Leave Conversion Policy.

1. 'The purpose of the Annual Leave Conversion Program is to allow employees
covered by this Agreement to elect to convert Annual Leave hours to the County upon meeting
certain criteria. The program should facilitate employees to work additional hours for the general
county without losing annual leave in excess of the maximum carryover at calendar year end. The
cost of the Conversion program would be less than the additional cost of contract labor or
consultants to perform the work while the employees are off on annual leave.

2. Eligibility Requirements under Annual Leave Conversion Program:

a. Employees may elect to participate in the County’s annual leave accrual
conversion program if they meet the criteria established within this policy.

Page 11



b. The employee must have five years of service with Churchill County.

c. Employee must have a satisfactory or above performance evaluation
within the last twelve months.

d. Employee must have accrued as of the first pay period in November in
excess of 200 hours of annual leave.

€. The employee must use at least 50% of the current year accrued annual
leave as of the end of the year of the buyback to be eligible.

f. The amount of the conversion is limited to 50% of the current year accrual
subject to conversion in 20 hour increments. Ie.. 20, 40, 60...

g. The conversion must be approved by the Sheriff before submittal to the
Comptroller’s Office. The Sheriff has the authority to disapprove the conversion if he/she feels the
circumstances warrant disapproval.

h. The conversion will be in the form of purchase of retirement service credit
with PERS or contribution into the employee’s 457 Deferred Compensation account.

i. The total number of Association employees approved for this plan in a
given year will be limited to 10% of the total number of Unit members enrolled in the Public
Employees Retirement System. In the event that the number of applicants within the Unit exceeds
10% in any year, the County will order the applicants by seniority of County employment to
determine eligibility. Any applicant denied on the basis of seniority will have priority in the
subsequent year. '

3. Procedures:
a. On or before November 15" of each calendar year, each eligible employee
shall submit a conversion request to the Comptroller’s Office on the designated form.

b. The request will be reviewed by the Comptroller’s Office and Human
Resources to ensure compliance with eligibility requirements, and the employee shall be notified in
writing as to the status of the request.

¢. The calculation date shall be the ending date of the first pay period in
November.

d. In calculating the incentive conversion amount, the Comptroller shall use
the following factors:

i. Employee’s current rate of pay

ii. Number of hours eligible for buy-back in 20 hour increments (The
wage rate multiplied by the number of eligible hours will be the total
compensation used for the selected payment election.)

iii. Employee’s payment election method: PERS or Deferred
Compensation election.

iv. Any other factors the Comptroller deems necessary to make the
calculation.
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v. If approved, payments for eligible hours shall be made on behalf of
the employees by December 31

vi. Employees who are eligible for this program must submit the request
by November 15" of each calendar year. Payment for the hours
requested shall be processed and paid by December 31. This
scheduled time frame will be the only opportunity for eligible
employees to patticipate in this program each year. Compensation for
the hours shall be made at the employee’s current rate of pay.

4. Review and Other Provisions:

a. This program is voluntary and subject to periodic review by the Board of
County Commissioners. Each application is subject to review to determine the financial advantage
to the County. The Board of County Commissioners retains the option to reject any or all requests to
participate if it is not determined to be advantageous to the County.

b. The Board of County Commissioners retains the option to waive any of the
requirements under this policy if, in the opinion of the board, there are extenuating circumstances.

ARTICLE 9
SICK LEAVE

A, Accrual and Use of Sick Leave.

1. Employees shall be entitled to accrue sick leave benefits at the rate of one and
one fourth (1 1/4) working days from the start of employment for each full-time equivalency month
of service, which shall be accumulated from year to year.

2. Sick leave with pay can only be granted upon a recommendation of the Sheriff
in case of bona fide illness of an employee, or if his immediate family defined as husband, wife,
child, parent, regardless of where that relative resides, or other relative residing in the employee's
household. Sick leave may be used for employee's optical, medical and dental appointments or care.

Verification from a doctor of the employee's illness or disability, or verification of his fitness to
return to work, may be required in order to charge the absence to sick leave. The use of the
employee's sick leave for family illness is limited to five (5) days per occurrence. Under
circumstances causing an unusual hardship, at the sole discretion of the department head, sick leave
may be extended beyond the five (5) day maximum.

3. In the event that an employee is aware in advance that sick leave benefits will
be needed, it shall be the duty of the employee to notify the supervisor as far in advance as possible,
in writing, of the anticipated time and duration of such sick leave, the reason for requesting such sick
leave, and medical certification that the employee will be unable to perform his normal work
function. Employees will be required to begin using sick leave on the date their doctor certifies that
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thev are unable to perform their normal duties. An employee on sick leave is required to notify the
supervisor, at the earliest possible time, of the anticipated date on which employee will be able to
resume his normal duties. The supervisor may require a certificate from a physician of the County's
choosing that an employee on sick leave is medically unable to perform his normal duties, and the
supervisor may require such medical certification from time to time until the employee returns to his
normal duties. In the event that an employee on sick leave fails to return to work as soon as he is
medically able to perform his assigned duties, he may be deemed to have resigned his position with
the County and to have waived all employment rights. Sick leave benefits under this provision shall
be paid to the employee on sick leave only for the actual work days missed due to medical inability
to perform his normal duties.

4. In the event that an employee exhausts his accumulated sick leave and is not
medically able to resume his normal duties, he will be placed on unpaid leave of absence for a period
not to exceed six (6) months. Thereafter, the County will consider and may renew such unpaid leave
of absence at its sole discretion if the employee requests in writing that the County renew such
unpaid leave and can show that he will be able to resume his normal duties within a reasonable
period of time.

5. Any employee who is receiving worker's compensation may, at his option,
take sufficient sick leave to make up for the difference between the worker's compensation payment
and his regular wage. When the sick leave account is exhausted, the employee will receive worker's
compensation payments only.

6. Claiming sick leave when physically fit or when not otherwise eligible for sick
leave within the provisions of this section may result in disciplinary action including cancellation of
sick leave benefits, suspension, demotion or termination. In appropriate case, if an employee fails to
make a diligent effort to give advance notice when sick leave is needed, payroll deduction for the
time taken may result.

7. Catastrophic Leave
(1)  Definitions.

a. The employee is unable to perform the duties of their position
because of a serious illness or accident which is life threatening or which will require a lengthy
convalescence.

b. "Lengthy Convalescence" means a period of disability which
the attending physician determines will exceed ten (10) weeks.

c. "Life Threatening” means a condition which is diagnosed by a
physician as creating a substantial risk of death.

(2)  Establishing the Catastrophic Leave Account:
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a. The County Manager will establish an account for catastrophic
leave for employees.

b. An employee may request, in writing that a specified number of
hours of his/her accrued annual or sick leave be transferred from his/her account to the catastrophic
leave account. Hours transferred to a Catastrophic Leave Account will be converted to a dollar value
donated based on the rate of pay of the donor.

c. An employee may not transfer to the catastrophic leave account
any hours of sick leave, if the balance in his/her account after the transfer is less than 400 hours.
Sick leave will be transferred at the rate of one hour for one hour credit donated.

d. The maximum number of hours which may be transferred in
any one calendar year from any employee is 40 The minimum number of hours which may be
transferred in any one calendar year is eight hours annual and 24 hours sick. Leave will be placed in
a pool, however, the employee may transfer hours to the catastrophic leave account for use by a
particular employee, who has been determined to be eligible to receive the leave.

€. Any hours of annual or sick leave which are transferred from
any employee's account to the catastrophic leave account may not be returned or restored to that
employee. This subsection does not prevent the employee from receiving leave pursuant to Section 4
of this Article.

3) Request for Catastrophic Leave.

a. An employee who is himself/herself affected by a catastrophe
as defined in Section 1, may request, in writing, that a specified number of hours of leave be
transferred from the catastrophic leave account to his’her account. The maximum number of hours
that may be transferred to an employee pursuant to this section is 240 per catastrophe. Catastrophic
leave may be used when the subject of the catastrophe is a member of the employee's immediate
family, defined as husband, wife, child, parent, regardless of where that relative resides, or other
relative residing in the employee's household. Catastrophic leave will be deducted from the
Catastrophic Leave Account based upon the dollar value and the rate of pay of the employee
receiving the catastrophic leave.

b. The request must include:
1. The employee's name, title and classification; and

2. A description of the catastrophe and the expected
duration of that catastrophe.

c. An employee may not receive any leave from the catastrophic
leave account until he/she has used all his’her accrued annual, sick and other paid leave.
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d. An employee who receives leave from the account for
catastrophic leave is entitled to payment for the leave at a rate no greater than his/her own rate of

pay.
(4)  Approval of Transferring the Catastrophic Leave.

a. The County Manager or his designee, may approve the transfer
of a specified number of hours of leave from the catastrophic leave account to the account of any
employee who is eligible to receive such leave.

b. The decision of the County Manager or his designee
concerning the approval of leave pursuant to subsection 1 is final and is not subject to the grievance
procedure, judicial review or review by the Board of County Commissioners.

(5)  Review of Status of Catastrophe; Termination of Leave; Disposition of
Hours Not Used.

a. The County Manager or his designee shall review the status of
the catastrophe of the employee and determine when the catastrophe no longer exists. This
determination is final and not subject to grievance procedure, judicial review, or review by the Board
of County Commissioners.

b. The County Manager or his designee shall not grant any hours
of leave from the catastrophic leave account after:

1. The catastrophe ceases to exist; or

2. The employee who is receiving the leave resigns or
his/her employment with the County is terminated.

C. Any leave which is received from the catastrophic leave
account which was not used at the time the catastrophe ceases to exist or upon the resignation or
termination of the employment of the employee must be returned to the catastrophic leave account.

(6) Maintenance of Records on Catastrophic Leave,

a. Personnel shall maintain the records and report to the County
Manager any information concerning the use of a catastrophic leave account to evaluate the
effectiveness, feasibility and the cost of carrying out his provision.

(7y  Employee; Definition.
a. The term "employee" as used in this policy includes only those

individuals employed by the Churchill County Sheriff’s Department who belong to the Deputies’
Associatton, the Sergeants’ Association, and the Dispatchers’ Union. The application of this

Page 16



definition is no way an effort to bargain with other Associations or Unions outside this Agreement
and is contingent on each Association or Union having a similar provision.

(8 Substantiation of Catastrophic Condition.
a. The County Manager or his designee may require written

substantiation of the catastrophic condition which is life threatening or which will result in a lengthy
illness by a physician of his choosing. The cost of such written substantiation shall be borne by the

County.

B. Method of Compensation for Unused Sick Leave

1, If any employee dies and was entitled to payment for accumulated vacation
time or sick leave under the provisions of this agreement, the heirs of such deceased employee who
are given priority to succeed to that employee's assets under the laws of intestate succession of this
state, or the executor or administrator of that employee's estate, upon submission of satisfactory
proof to the County of their entitlement, shall be paid such amount.

2. Upon the death of an employee or upon an employee electing to retire under
the State of Nevada Public Employees Retirement System while employed with the County, the
employee or the employee's beneficiaries are entitled to payment, not exceeding the total sum of
Seven Thousand Five Hundred Dollars ($7,500), for the employee's unused accrued sick leave
according the employee's number of years of service, as follows:

Years of Employment Percent of Accrued Unused
With the County Sick I eave for Payment
5-10 35%
10-20 50%
Over 20 60%
3. Any employee who resigns in good standing after proper notice or is laid off

shall be entitled to payment, not exceeding the total sum of Three Thousand Dollars ($3,000.00), for
unused sick leave according to the schedule set forth below. If a sick leave payoff is received as a
result of layoff, and the employee is later reinstated, only that sick leave not converted to retirement
service credits or paid off at the time of the layoff will be reinstated and the amount of the payoff'and
the maximum payoff at any future separation from the County will be reduced by the amount paid at
layoff.

Years of Employment Percent of Accrued Unused
With the County Sick Leave for Payment
5-10 35%

10-20 50%
Over 20 60%
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4, Conversion of Sick Leave Into Retirement Service Credits. An employee who
is eligible for purchase of service credits under the Public Employees Retirement System (PERS) and
applicable law, may at his or her option convert unused sick leave into service credit under PERS at
the rate of one hour of service credit for one hour of sick leave, subject to the following conditions
and limitations:

(a) Employees must have a cumulative total of at least 400 hours of
unused sick leave to be eligible for conversion. Accrued sick leave hours of an employee in excess
of 400 may be converted into retirement service credit.

(b)  Anemployee's conversion of accrued sick leave into retirement service
credits shall be in increments of at least eight hours, subject to a maximum annual limit of 280 hours.

(c) Employees desiring to convert accrued sick leave into retirement
service credit shall submit a written request, on a County approved form, to the Sheriff and County
Manager on or before December 1 of each year. If the employee meets all of the conditions set forth
in this paragraph 9 B.4., then County shall deduct the designated amount of accrued sick leave from
the employee's account and proceed to purchase retirement service credit from the PERS in an
amount equal to the number of hours elected to be converted by the employee.

(d)  Upon retirement under PERS while employed by the County, an
employee may elect in writing to convert their unused accrued sick leave into retirement service
credits up to 2 maximum of 680 hours.

(e) The benefits granted under this paragraph B.4. may be used in
combination with the benefits granted under paragraph B.2. and B.3., if applicable.

ARTICLE 10

OTHER LEAVE
A, Unpaid Leaves of Absence.
1. The Sheriff may grant a leave of absence without pay upon written request by
an employee.
2. No leave will be approved by the Sheriff to permit an employee to engage in

other gainful occupation. After approval for a leave of absence, if it is found that the employee has,
without the approval of the Sheriff, accepted employment during the period of his leave of absence
with another employer, or the employee has engaged in other gainful occupation of any kind, the
employee's employment with the County may be terminated.

3. All time granted to an employee as a leave of absence without pay pursuant to
this section shall not count nor be considered as service time for the purpose of computing an
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employee's annual leave or sick leave entitlement or in computing any other County-paid employee
benefits such as retirement benefits.

4, An employee desiring a leave of absence shall first make an application in
writing to the Sheriff for such leave. Sick leave or annual leave does not have to be used prior to an
employee's going on unpaid leave of absence.

B. Military Leave. Employees shall be entitled to military leave, as now or hereafter
authorized by law, to participate in National Guard or other military training. There shall be no loss
of seniority, sick leave or annual leave rights during such leave. An employee shall receive his
reguiar pay, not to exceed fifteen (15) calendar days per year, while on such leave. Where required
by the nature of an employee's military obligation, leaves without pay in excess of fifteen (15)
calendar days may be granted for military service in time of war, national or sate emergency, as
proclaimed by the proper federal or state authorities, with reinstatement to be made at the expiration
of such required period of leave as now or hereafter authorized by law.

C. Voting Time. When an employee's assigned regular tour of duty is such that he
cannot, in the opinion of management, reach his designated polling place during voting hours of any
federal, state, county or municipal election, he may be excused from his job by his immediate
supervisor without the loss of pay for a period not to exceed one (1) hour, to enable him to vote in
any such election. Employees are expected when possible to vote before or after their work shift.

D. Bereavement Leave. In cases of death in an employee's immediate family, requiring
his or her attendance, the employee shall be granted three (3) days administrative leave off with full
pay, if warranted and approved by the supervisor. In addition, the Sheriff may grant employee an
additional two (2) days off with full pay, to be deducted from employee's accrued sick leave.
"Immediate family" for the purpose of this section shall be defined as employee's children, parents,
grandparents, grandchildren, brothers, sisters, and any relative living in the employee's household or
corresponding relation by affinity.

E. Leave of Absence for Negotiations. One member of the Association's negotiations
committee shall be granted, in aggregate, up to fifty (50) hours of leave from duty for the purpose of
negotiating the terms of an agreement pursuant to Chapter 288 of the Nevada Revised Statutes.
Subject to the fifty (50) hour limit, the designated employee shall be paid one-half of his straight
time hourly pay by the County and one-half of his straight time hourly pay by the Association for the
hours spent in said negotiations.

K. Personal Business. No personal business will be conducted on County time.

G. Family and Medical L.eave Act. The County and Association agree that employees
are entitled to family and medical leave pursuant to the Family and Medical Leave Act of 1993
(FMLA). Employees, on commencing FMLA leave are required to use all available sick leave (if
such leave would otherwise be available for the purpose of the employee's leave), annual leave, or
other accrued time off prior to taking unpaid leave under the FMLA. Once all available paid leave is
exhausted, the remainder of the leave will be unpaid. Both paid and unpaid leave count toward the
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twelve (12) week limit on leave taken pursuant to the FMLA. If disputes arise concerning the
application of the FMLA, the Association, County had employees agree to resolve the disputes
through the grievance procedure set forth in Article 12.

ARTICLE 11
DISCHARGE AND DISCIPLINARY PROCEDURES

A. Basis for Disciplinary Action. The tenure and status of every unit employee is
conditioned on reasonable standards of personal conduct and job performance. Failure to meet such
standards shall be grounds for appropriate disciplinary action. Disciplinary action shall be for just
cause and may, in addition to the cause set forth in the personnel code, be based upon any of the
following grounds: failure to take appropriate corrective/ disciplinary action against a subordinate,
failure to fully perform required duties, disability, insubordination, abuse of employer policies or
rules, unexcused absences, misuse or abuse of County property or equipment, substandard job
performance, commission of a felony or other crime involving moral turpitude, and commission of
other acts which are incompatible with service to the public.

B. Types of Discipline. Three types of discipline are recognized for purposes of
applying ne of the procedures under this article, they are:

1. Written reprimands. A reprimand, the details of which are committed to
writing and placed in the employee's personnel file.

2. Short suspensions. Suspensions without pay for periods up to and including
three (3) working days.
3. Severe disciplinary action. Suspensions without pay for four (4) days or

longer, demotion, or discharge.

C. Appeal from a Written Reprimand. An employee receiving a written reprimand may,
within seven (7) calendar days, appeal such action to the Undersheriff (or his designee) in writing or
by personal interview. Within seven (7) calendardays thereafter, the Undersheriff (or his designee)
shall respond to the employee in writing by either granting or denying the appeal. Such response
shall be final.

D. Notice. Except for written reprimands, a management representative shall be
designated by the Sheriff to advise the employee in writing of the proposed disciplinary action. The
written statement shall contain:

L. A description of the events which necessitated the proposed suspension;
2. A statement of the charges;
3. A statement of the proposed disciplinary action.
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4, Notification that the employee may review or make copies of available
materials leading to the suspension;

5. The right of the employee to meet with the designated management
representative or to submit in writing his response to the proposed action at a given time and place;
and,

6. A statement of the employee's right to representation.

E. Employee's Response. An employee's opportunity to response to the designated
management representative is not intended to be an adversary hearing. However, the employee may
present witnesses in support of his opposition to the proposed demotion, suspension, or discharge.
The limited nature of this response does not obviate management's authority to initiate further
investigation of the employee's version of the facts raised doubts as to the accuracy of the
supervisor's information leading to the proposed discipline. The employee may be accompanied and
represented by a person of his choice during this procedure.

F. Management Representative's Decision. Following a review of a proposed
disciplinary action by the designated management representative, the latter shall cause to be served
on the employee affected, by certified mail or personal delivery, a statement signed by him
indicating, if applicable, the management representative's decision based on the employee's response
and, if the proposed action is to be implemented, the specific charges against the employee and the
effective date of the action.

G. Appeal from a Short Suspension. An employee receiving a suspension without pay of
one (1) through three (3) working days, shall be afforded the opportunity to clear him through the
procedure outlined in sections D., E., and F. above within seven (7) calendar days of the alleged
incident or receipt of notice outlined in section D. above, whichever is later. If not satisfied with the
decision in F. above, the appellant may within seven (7) calendar days appeal to the Sheriff for final
decision. The Sheriff shall hear the appeal and issue a final and bindi